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Career Adaptability: A Qualitative Understanding from the Stories of Older Women 
Concomitant with rapid change in the world of work, career theory, research, and 
practice are beginning to reconsider established constructs to reposition themselves and 
remain contextually relevant. For example, Savickas (2011) argued that the more structured 
inflexible conceptions of career development are “dead” (p. 254) and that career development 
needs to be conceptualized in terms of ongoing individual self-discovery given the changing 
and unstable nature of work.  
All of this calls for new conceptualizations of vocational behavior that can 
accommodate the flexibility demanded by changed and changing labor markets around the 
world. For instance, thirty years ago career adaptation was proposed by Super and Knasel 
(1981) as fundamental to the process of career development in adulthood. More recently, 
career adaptability has been proposed as a construct that is gaining traction due to predictions 
that career development will feature repeated transitions (Savickas, 1997). However, 
adaptability has been described as an “elusive” concept that is not well defined and as a 
consequence is “difficult to measure, predict and teach effectively” (Pulakos, Arad, Donovan, 
& Plamondon, 2000, p.  612).  
During the last decade, there has been considerable progress in defining career 
adaptability. For instance, career construction theory (Savickas, 2002; Savickas et al., 2009) 
offers a promising account of adaptability. There are four consistently identified career 
adaptability dimensions, namely concern, control, curiosity and confidence. An additional 
fifth dimension of cooperation was included for research purposes (Savickas, 2008). 
Subsequently, Savickas et al. (2009) replaced cooperation with commitment. 
Although there has been considerable theoretical development of the career 
adaptability construct, this has understandably outstripped its operationalization and 
measurement has largely been limited to traits that are indicative of adaptability, rather than 
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adaptability itself (Pulakos et al., 2000). Savickas’s (2008) dimensions have been 
operationalized in the Career Adapt-Abilities Inventory that provides a foundation for an 
international study seeking to validate a career adaptabilities scale in several national 
contexts. 
The Career Adapt-Abilities Scale has been constructed as a quantitative rather than a 
qualitative assessment of career adaptability. This is not to say that attempts to operationalize 
career adaptability have not been undertaken qualitatively (e.g., Ebberwein, Krieshok, Ulven, 
& Prosser, 2004; Hartung & Borges, 2005). Hartung and Borges in particular emphasized the 
number of calls in the literature for greater integration of quantitative and qualitative career 
assessment. 
There has also been some attempt to consider the future use of qualitative methods for 
assessing career adaptability (Savickas, 2008). Amongst other suggestions was a need for a 
coding or scoring scheme as well as the rating of a client’s narrative according to three levels, 
external (objective reporting of a transition), internal (elaboration of feelings and reactions), 
or reflexive (seeking meaning through interpretation and conceptualization). Of interest, the 
consideration of a qualitative assessment of career adaptability was framed within the context 
of the negative impact of transitions with words such as “life trauma” and “confusing, 
troubling or discouraging” transitions (Savickas, 2008, p. 16). There have been calls for 
career adaptability research to move from its predominant focus on the school to work 
transition to include transitions in adulthood (e.g., Klehe, Zikic, Van Vianen, & De Pater, 
2011).  
Career Adaptability and Older Women 
Transition is particularly evident in the careers of women that are typified by repeated 
movement into and out of the paid workforce as they manage multiple roles and experience 
high levels of casual and part-time work (Bimrose, 2008). Older women, in particular, are 
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likely to have already experienced multiple career transitions and also to have experienced 
more insecure employment conditions such as part-time and temporary work than men 
(European Foundation for the Improvement of Living and Working Conditions, 2009). 
Further, with approaching retirement older women engage in a series of significant life 
transitions as they negotiate flexible working arrangements with a view to eventually leaving 
the paid workforce (e.g., McMahon, Limerick, Cranston, & Anderson, 2006; Parry & Taylor, 
2007). For example, women approaching retirement frequently face health issues and caring 
responsibilities which require them to negotiate reduced working hours. In view of the 
relevance of work-related transitions in the career development of women, especially older 
women, career adaptability seems a particularly pertinent construct. Despite this, there has 
been less research emphasis on older women’s career development, and on their career 
adaptability in particular.  
 The primary aim of the study was to investigate how women, across three different 
national contexts (Australia, England and South Africa), coped with and adapted to 
transitions related to work. More specifically, the research examined the career transition 
process of older women by exploring: a) the frequency and nature of transitions; b) the 
strategies used to respond to transitions; and c) the adaptation to new situations resulting from 
transitions.  
Method 
Consistent with the process focus of the research aims, a qualitative research design 
based on grounded theory was employed. Qualitative research is particularly appropriate for 
research into women’s career development (e.g., Lapour & Heppner, 2009; O’Neil, Hopkins, 
& Bilimoria, 2008). Ebberwein et al. (2004) argue that qualitative research of career 
adaptability would allow for an interactional focus between the environment and the 
individual and between the researcher and the research participants. In addition, proposition 
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16 of career construction theory (Savickas, 2002) elaborates the relationship between career 
construction and conversation as a means of explaining processes such as transition. Finally, 
qualitative research using grounded theory facilitates a less prescriptive exploration of 
phenomena such as career adaptability. The conduct of the present research was guided by 
the criteria for trustworthiness in qualitative research suggested by Lincoln and Guba (1985) 
which the researchers were mindful of addressing.  
 Participants 
Consistent with grounded theory method, a theoretical sampling methodology was 
used with a specific age range targeted across the three participating countries. The 
participants were 36 women in the 45 to 65 age range, with 12 from each of three countries, 
Australia, England, and South Africa. Of the participants, 13 were in the 45 to 50 age range, 9 
were in the 51 to 55 age range, 4 were in the 56 to 60 age range and 10 were in the 61 to 65 
age range. Almost two-thirds of the participants were married (n=20), with two widowed and 
14 single. Most of the women (n=29) had gained an education of at least a degree level with 
16 having postgraduate degrees including five with doctorates. The majority (n=20) of the 
participants were in full-time employment. Of the remainder, three were employed part-time, 
four were self-employed, three were students, two were unemployed, three were retired and 
one described herself as having a ‘vocation.’ Consistent with theoretical sampling, whilst age 
and gender were the foci for all three countries, for the South African sample ethnicity was 
added. Black Xhosa English speaking women were selected because the researchers 
considered this group most likely to have career stories that reflect the developing country 
status of South Africa. 
Procedures 
 Data were gathered by means of interviews conducted by each of the researchers in 
their respective countries. The conduct of the interviews was context specific with face-to- 
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face interviews conducted in Australia and South Africa, and telephonic interviews conducted 
in England. In Australia, project information was provided to career counsellors who made it 
available to women of an appropriate age. Women who were interested in participating 
contacted the researcher, who then provided them with participant information and consent 
forms. In South Africa, project information was distributed through a university e-mail to 
women of an appropriate age and ethnic background. Subsequently women who were 
interested in participating were provided with project information and consent forms. In 
England, women of an appropriate age who had previously participated in an unrelated study 
and had indicated their willingness to be followed-up for research purposes were provided 
with project information and consent forms and invited to participate. In all three countries, 
subsequent to receiving consent from the participants, interview arrangements were mutually 
agreed. Interview duration was approximately 60 minutes and all interviews were recorded 
and transcribed. The ethical protocols of the participating institutions in which the researchers 
were based were adhered to. 
Measure 
 The interview protocol consisted of five sections designed to gather holistic, 
retrospective accounts of the participants’ careers including both their objective and 
subjective experiences. Section one was highly structured and collected descriptive data on 
age, marital status, income range, dependents, highest level of education, percentage of 
household income, and most recent qualification. The remaining four sections contained a set 
of open-ended prompts. Section two contained eight prompts that gathered holistic 
information on the participants’ present career including paid and unpaid activities, roles in 
which they were currently engaged, most and least satisfying aspects of their previous career 
positions, options for the future and anticipated transitions. Section three contained three 
prompts that sought information on the nature and number of transitions experienced by the 
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participants. In addition, a prompt specifically asked participants to identify their most 
significant transitions.  
Section 4 focused specifically on the most significant transition identified by the 
participants and contained 12 prompts which invited participants to describe the transition 
and to explain its significance. Information on the participants’ subjective experience of the 
transition was sought by inviting them to discuss their emotions, feelings, and personal 
resources for dealing with the transition. In addition, prompts related to support from others, 
previous advice or experience that they took into account, the nature of support participants 
would have liked to receive, and the key issues that arose for them as a result of the 
transition. Section 5 contained three open-ended prompts of a reflective nature that sought 
information related to patterns the participants could see in how they had coped with or 
adapted to previous career transitions, strategies or approaches they would use in future 
transitions, and strategies or approaches they would recommend to another person.  
Data analysis 
Data were analyzed in two stages. In the first stage, an inductive analysis was 
conducted. The second stage, a deductive analysis of the adaptability subtheme that emerged 
in stage one, was then conducted. The deductive analysis, the focus of the present article, is 
best understood in the context of the first stage of the data analysis.  
Stage One data analysis involved two phases that, consistent with grounded theory 
method, moved from data familiarization to independent coding by the three researchers, to 
cross case coding comparisons. These analyses produced a set of themes that were further 
refined in the second phase, and, finally, verification of the themes by an independent coder. 
The coding identified a total of nine themes: learning across the life-span, transitions and 
responses, intrapersonal influences, work influences, financial influences, social influences, 
  
8 
 
relocation, advice to others, and future planning. In addition, a total of 19 subthemes, one of 
which was career adaptability, were identified.  
Stage Two of the data analysis focused specifically on the career adaptability 
subtheme to obtain a qualitative understanding of the career adaptability construct. The Stage 
Two analysis proceeded in three phases. In the first phase, the researchers considered the 
Career Adapt-Abilities Scale-International Form 2.0 (for the items see Savickas & Porfeli, 
this issue) which consisted of subscales for the five Cs (concern, control, curiosity, 
cooperation, and confidence). Mindful of Savickas’ comment that cooperation was an attempt 
to add a fifth subscale and given the importance of social influences and the relational nature 
of the women’s career transitions in the Stage One data analysis, the researchers decided to 
retain the cooperation subscale in the Stage Two data analysis.  
In the second phase of the Stage Two data analysis, in response to Savickas’s (2008) 
observation that qualitative methods will need a “coding or scoring scheme” (p. 16), the 
researchers developed a set of qualitative descriptors based on the items for each of the five 
subscales derived from the items contained in the Career Adapt-Abilities Scale- International 
Form 1.0. The qualitative descriptors related to the five subscales are contained in Table 1 
and summated in Table 2.  
_____________________  
Insert Tables 1 and 2 about here 
_____________________ 
In the third phase of the Stage Two data analysis, one researcher coded a transcript 
from each country using the qualitative descriptors as a guide. Subsequently, a second 
researcher read and coded the same transcripts. Agreement was reached amongst all three 
researchers that the descriptors selected for this purpose accurately reflected the items of the 
Career Adapt-Abilities Inventory International-Form. The results related to these three case 
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studies will be presented next. In addition, examples of the three levels of career adaptability, 
namely internal, external, and reflexive were identified and agreed by the researchers.  
Results 
A software package (QSR NVivo 9) was used to code and retrieve data, so that the 
frequency counts for the number of passages coded for each theme and subtheme could be 
calculated, as well as the percentage each theme or subtheme represented of the total 
codeable responses. In relation to the Stage One data analysis, the subtheme of career 
adaptability was identified within the theme of transitions and responses, and was coded in all 
36 transcripts. Career adaptability was evident in periods of transition and also in other facets 
of the participants’ careers. Across the participants’ stories, adaptability was coded with 
varying frequency. For example, thirteen responses (39.54% of all coded responses) from one 
participant were coded for career adaptability, whereas for another only one response (0.35% 
of all coded responses) was coded for career adaptability. Of interest, these two participants 
who were coded most and least for career adaptability were from South Africa. Importantly, 
adaptability was described in the stories of all the participants as a recursive interplay 
between them and the three levels described by Savickas (2008): a set of circumstances 
(external), their subjective experiences (internal), and a reflective process (reflexive). 
Within the confines of the present article, the most significant transition identified by 
the women who represent the first three case studies from the Stage 2 data analysis will be 
presented to illustrate a qualitative understanding of career adaptability. The researchers 
believe that these transitions are typical of those experienced by the women as a group. In 
each case study, there is also evidence of the interplay of the five dimensions of career 
adaptability, that is, concern, control, curiosity, confidence and cooperation.  
Across the three case study interviews, career adaptability was coded 27 times 
(30.74% of all coded responses) for the Australian participant, 11 times (8.72% of all coded 
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responses) for the English participant, and 9 times (21.65% of all coded responses) for the 
South African participant. Each case study will now be described in two parts. First, the 
recursive interplay of the external, internal and reflexive elements of career adaptability will 
be illustrated through the use of italics to indicate relevant examples. Where appropriate, 
representative statements from the stories of the older women will be included in quotation 
marks. This will be followed by a description of how the five adaptability dimensions 
manifested in the significant transitions narrated by the three participants. The anonymity of 
the participants will be protected by the use of initials. 
Case Study 1: South African Participant (SP) 
The South African participant (SP) described an external situation where she came to 
realize that her work environment was “negative” and “people were coming to work for the 
sake of coming to work and I was part of that because I would complain about a lot of things 
until this particular day when I was thinking and reflecting about my life and I actually asked 
myself, ‘do I want to be like this for the rest of my life’?” The culmination of this reflexive 
process was that she made a decision to change her career and decided what she wanted to 
do, which she described as “the highlight of the decisions that I have ever made in my life 
because it took me to where I am today.” SP explained that, at the time of her transition, she 
was already in a reflective mood after the death of her father when she was “sitting there” and 
“thinking of a lot of things”. 
Some weeks later SP spoke to a more senior person in her work environment about 
whether she could achieve her ambitions who replied “yes, of course you can.” Subsequently, 
SP sought opinions about her career aspirations from her brother and a professional from the 
field where she wanted to work. Although she was becoming more certain that her decision to 
change her occupation was right (internal), SP became increasingly aware of the support that 
she would need to facilitate her transition as she was a single parent (reflexive; external). She 
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said: “I am a single parent. I am going to need money so I want somebody who is going to 
support me financially, who is going to support me emotionally. How do I go about (it)?” Her 
brother told her about bank loans and he stood surety (external) for her “because he believed 
in me.” SP explained that financial considerations related to caring for her family and 
meeting her existing financial commitments were the most important aspects of her 
transition. During her transition she valued the support of her family and friends but the 
closest support “emotionally was my family.” SP concluded: “the decision that I have taken 
is a good decision” (internal). 
In terms of the five career adaptability dimensions, concern was evident throughout 
SP’s transition as she became future focused and proactively prepared a foundation for her 
career transition. Such a foundation enabled her to become optimistic about the future. 
Control is evidenced by SP taking responsibility for her transition and being persistent about 
preparing the foundation needed to make her aspiration a reality without jeopardizing her 
responsibilities to her family which she valued above all else and other commitments. 
Curiosity is illustrated by the way in which SP began to imagine what her future could be 
like. Confidence was evident in SP’s narrative by the efficient way in which she undertook 
tasks needed to implement her career transition. Despite her transition, her family was able to 
depend on her. In seeking confirmation of her decision by talking to others, SP became more 
confident that she had made the right decision. Cooperation is reflected in the inter-relational 
nature of SP’s transition at two levels. First, SP could not make her decision unless she could 
support her family. Second, the emotional support of her family and superiors was critical to 
the success of her career transition. 
Case Study 2: English Participant (EP) 
 The transition from work to fulltime mother was the most significant work-related 
transition for EP which she described as “something she hadn’t really prepared for … but I 
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really loved.” EP’s impending motherhood was recursively embedded in two other 
transitions, specifically being asked to leave her job as a result of her pregnancy and moving 
to a new city. EP had only recently moved and had been formally contracted to begin a new 
job “which I was asked to leave, since, anyway, I was pregnant” (external). She explained “I 
actually had to leave, it was not very pleasant” (internal). This occurred before the days of 
anti-discrimination legislation. Nonetheless, she explained that “I could have made a big, big 
fuss … you’re in a very weak position … you don’t realise that you should have … until too 
late, and then you go with the flow” (internal). In this regard, she sought advice from others 
including the union who advised that her employer had “the legal right in the end” to ask her 
to leave (external).   
 Subsequently, EP described how she looked for support which “was a case of 
network-building in a new place. I did really enjoy it and I did make a really good network, 
but I think it was a change in role, change in responsibilities, change in networks, change in 
people, and luckily, because the dice were thrown right for me, everything was just fine … It 
could have been, it, you know, kind of a much worse time, but that was a lovely transition” 
(reflexive). 
 At the time of EP’s transition, her husband was in a temporary job and she described 
the “very sort of fear of not having a job” (internal). As a result, EP recounted that “we had 
to sell the house … but somehow it all went into oblivion very, very quickly, because of nice, 
supportive people I met who were like myself … who had also left their work and were very, 
very sort of happy, supportive, and made a new community for me” (external). She 
concluded “I think that’s one of the keys to transition … making the right networks for the 
right situation  … it’s understanding the setting and kind of who else can be on your team” 
(reflexive). 
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 In terms of the five career adaptability dimensions, concern was evident in EP’s 
optimism as she became proactive about her isolated situation of being in a new city without 
a job by building support networks. Control was reflected in the way in which EP sought 
advice from others when she was asked to leave her job. Subsequently, she demonstrated 
independence, persistence, and patience in building her support network. Curiosity was less 
evident in EP’s transition because of the unpredictability of her transition. Nevertheless, there 
was an element of curiosity in her ability to reflect on the impact of the transition and how to 
manage it. Confidence was evident in the pride EP demonstrated in making a “really good 
network.” Cooperation was a critical career adaptability dimension of EP’s transition. Indeed, 
cooperation was recursively related to two other career adaptability dimensions, control and 
confidence, as reflected in EP’s need to build support networks for herself and to visualize 
herself as part of a supportive team. 
Case Study 3: Australian Participant (AP) 
 The transition to retirement from 25 years of fulltime work was described by AP as 
“the longest relationship I’ve ever had so it was very hard to say goodbye” (internal). 
Although relatively young to be retiring, she explained that, although her decision related to a 
difficult work relationship, it ultimately “came down to money” (external) and she had 
calculated that she was financially able to retire. Although AP wanted to leave work on a 
positive note, in the latter stages of her career she experienced a work-related injury. She 
explained “my body let me down” and after a period of sick leave, her medical advice 
(external) was “you need to leave. Your body’s telling you that you can’t go back.” Although 
AP had decided not to go back to work, she felt “that it would have been nicer if I could have 
done that gracefully rather than on sick leave” (reflexive).  
AP described her “complete relief at the end which absolutely made me sure that I’d 
made the right decision” (internal; reflexive). Even so, AP explained that her transition “was 
  
14 
 
emotional because you do, you get involved in people’s lives and you get involved in the 
people you work with and I wanted to be there for a lot of reasons … so when you walk out 
the door, that’s the end”.  She concluded “you’re not just giving up the work, you’re giving 
up a whole bunch of people … so you’re really saying goodbye to everything.  It’s pretty 
hard” (internal; reflexive). 
In terms of the five career adaptability dimensions, concern was evident in AP’s 
forward thinking in calculating the amount of money she needed in order to retire from work. 
Control was reflected by AP when she considered the financial consequences of retiring and 
became accountable for planning her independent financial future. Curiosity was evident in 
AP’s career transition in that she explored what her future in retirement would be like. 
Confidence was reflected in AP’s self-confidence that she had made the right decision for 
her. However, her confidence was mediated by a sense of loss. Cooperation in AP’s case is 
more of a retrospective dimension that was clearly evident in her inter-relationships in the 
work environment that she had to transition from, leaving her experience tinged with a sense 
of loss.  
Discussion 
The findings lend support to the value of using qualitative research to obtain a 
detailed and nuanced understanding of how career adaptability manifests in the lives of older 
women. Importantly, the present research represents an international collaboration across 
three countries. Further, the findings are consistent across all three countries.  
The findings suggest three features of career adaptability that warrant consideration. 
First, career transition, and consequently career adaptability, is deeply contextually embedded 
at many levels as suggested by Ebberwein et al. (2004) and represents a recursive interplay of 
women, their social networks, and the broader sociopolitical system in which they live. In 
particular, the relational nature of the older women’s careers and the importance of their 
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social systems in their careers confirm the value of using qualitative research to investigate 
women’s careers (e.g., O’Neil, et al., 2008). Second, while career adaptability was clearly 
evident in the stories of the participants, it manifested differently between older women and 
within the stories of each older woman. While differences across participants may not be 
surprising, and indeed would be expected from quantitative career assessment predicated on 
individual differences, qualitative differences within participants’ stories suggest the 
importance of story to facilitate in-depth understanding. Third, career adaptability was 
present in facets of the older women’s career development other than in times of transition; 
specifically it was coded in themes other than the theme of transitions and responses. This 
suggests that career adaptability may have wider application in career development than in 
times of transition. 
The five dimensions of career adaptability, concern, control, curiosity, confidence, 
and cooperation, were not coded equally and largely reflected a multidimensional process. 
Indeed, a recursive interplay was evident between the five dimensions that was made visible 
through qualitative assessment. Importantly, the value of the career adaptability dimension of 
cooperation for older women suggests that retaining this dimension in career adaptability 
measures may be warranted. These findings support Savickas’s (2011) conclusion about the 
value of moving beyond positivist constructs of traits and stages by emphasizing heuristic 
constructs such as career adaptability. 
The findings lend support to Savickas’s (2008) suggestion that career adaptability 
may be understood on three levels, external, internal, and reflexive. These levels were evident 
in each of the case studies although there was no particular sequence evident in their 
occurrence. However, there was some sense of cause and effect as reflexivity sometimes 
seemed to be a consequence of internal or external factors. In essence, the three factors 
seemed recursively connected. Of interest were examples of reflexivity prior to, within and 
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post-transition. Reflexivity enabled participants to make meaning of their transitions and 
career development and suggested a mechanism for learning. However, the retrospective 
nature of the career stories in the present research does not address the question about 
whether career adaptability may also be seen as a predictive or prospective construct.   
Methodologically, the study has shown that career adaptability may be assessed 
qualitatively. Specifically, the qualitative descriptors of the five dimensions of career 
adaptability developed by the researchers suggest their utility and promise that may be further 
evaluated in future research. These descriptors, used in conjunction with the three levels of 
career adaptability, afforded a deep and rich understanding of participants’ objective and 
subjective experiences of career transition and the recursive connectedness between them. 
This suggests the value of obtaining both quantitative and qualitative data and the 
complementarity of doing so. Importantly, the researchers approached the interviews without 
prior judgement or expectation of the participants’ subjective experiences of the transition as 
being for example, either negative or positive. As evidenced in this research, inviting 
participants to tell a story of their most significant transition proved a useful technique. 
As with any research, there are limitations in the present study. First, the sample size 
is small and the findings may not be generalizable. However, small sample size is consistent 
with qualitative research of this nature and its benefits are the rich and nuanced understanding 
of the career adaptability construct that was elicited. A further limitation is that this article, 
which focuses on qualitative career adaptability, does not, understandably, explore the issue 
of practical implications. All three women had proactively to seek and create their own 
supportive networks, suggesting that more formal career support services need to create 
interactive networks within the realities of these older women’s career transitional contexts. 
 The results of this research offer a qualitative understanding of career adaptability 
through the stories told by older women. Importantly, the research has demonstrated that 
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qualitative descriptors of the five dimensions of career adaptability may be applied in career 
research. Thus career adaptability may be assessed both quantitatively and qualitatively. In 
the current era, career research, theory, and practice are being urged to move forward in 
different ways. Thus the possibility of complementary qualitative and quantitative 
understandings of the career adaptability construct suggested by this article offers promise 
that may be tested in future research. 
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Table 1  
Career Adapt-Abilities Scale Subscales: Qualitative Descriptors 
Subscales Career Adapt-Abilities Scale Items Qualitative Descriptors  
Curiosity Exploring my surroundings Investigative 
 Looking for opportunities to grow 
as a person 
Self-reflective 
 Imagining what my future will be 
like 
Future focused/orientated 
 Investigating options before 
making a choice 
Explorative 
 Observing different ways of doing 
things 
Observant 
Control Making decisions by myself Independent/autonomous  
 Thinking before I act Contemplative/pre-emptive 
 Taking responsibility for my 
actions 
Accountable/trustworthy 
 Being persistent and patient Persistent/patient 
 Sticking up for my beliefs Self-principled 
Confidence Performing tasks efficiently Efficient/productive  
 Learning from my mistakes Self-perceptive 
 Being dependable – doing what I 
say I will do 
Reliable 
 Feeling pride in a job well done Proud 
 Having self-confidence Self-confident 
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Concern  Planning important things before I 
start 
Planful  
 Thinking about what my future 
will be like 
Forward thinking 
 Realizing that today’s choices 
shape my future 
Connects present and future 
 Expecting the future to be good Optimistic/hopeful 
 Preparing for the future Prepared/ready 
Cooperation Becoming less self-centred Inter-relational  
 Acting friendly Collegial/friendly 
 Getting along with all kinds of 
people 
Interpersonally skilled  
 Cooperating with others on group 
projects 
Accommodating 
 Playing my part on a team Collaborative 
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Table 2 
Career Adapt-Abilities Scale Summated Qualitative Descriptors  
Subscale Qualitative Descriptors  
Curiosity Investigative, self-reflective, future focused, future orientated, 
exploratory, informed, observant 
Control Independent, autonomous, contemplative, pre-emptive, 
accountable, trustworthy, persistent, patient, self-principled 
Confidence Efficient, productive, self-perceptive, reliable, proud, self-
confident 
Concern Planful, forward thinking, connects present and future, 
optimistic, hopeful, prepared, ready 
Cooperation Inter-relational, collegial, friendly, interpersonally skilled, 
accommodating, collaborative 
 
 
  
 
